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From their introduction into the education system in the 1990s to 2020, charter schools 
have raised questions about their impact on traditional public school practices (Miron, 2017). 
Charter schools vary in many ways from traditional public schools. From differences in funding, 
government regulations, teacher certifications, and more, there is still room for inquiry on the 
impact of charter schools on various elements of the United States (U.S.) education system. 
Explicitly, how the differences in practices at charter and public schools could impact teachers, 
this study is interested in analyzing the disparities between charter and public schools. 
Specifically, this study will compare and contrast labor practices at both charter and public 
schools in West Contra Costa County, California (CA) to understand how labor practices' 
similarities and differences affect teacher attitudes and beliefs about teaching.  
Statement of the Problem 
  California has seen the number of students attending charter schools increase from 
250,000 in 2008 to nearly 600,000 in 2018. Nearly 10% of all students in CA attend a charter 
school (Green, 2019). The ascent of charter schools from experimental teaching labs to the 
forefront of national consciousness has been nothing short of meteoric as nearly $4 billion 
federal dollars are spent on the 6,900 charter schools nationally, where enrollment has tripled in 
the last decade (Prothero, 2017). In recent years, the dichotomy between public and charter 
school teachers has become a burgeoning labor issue.  
From the lack of union protection to the variance in expectations, teachers at a charter 
school are presented with a vastly different employment experience than public school 
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employees. Recent research suggests that charter school teachers are less satisfied with their jobs 
than public school employees (Roch & Sai, 2017). Furthermore, charter schools are more likely 
to lose their top-performing teachers to public schools, and their lowest-performing teachers tend 
to leave the profession altogether (Bruhn et al., 2020). This lack of labor protections and less 
satisfaction seems to be a function of teacher attrition (Bruhn et al., 2020).  
Charter schools can differentiate themselves from traditional public schools' labor 
practices because they are largely exempt from most local, state, and federal regulations on 
education. The only caveat is that they must abide by basic regulations such as remaining tuition-
free and religiously independent (Olneck-Brown, 2019). Most charter schools are run by some 
form of a nonprofit organization, while some states allow charter schools to be run by for-profit 
organizations. They are funded publicly by daily attendance for students and federal and state-
based grants for charter expansion. Philanthropic investment in charter schools has contributed to 
their rapid expansion as millionaire investors funded or created schools (Miron, 2017).  
The financial structure of maintaining and operating a school with profit and philanthropy 
as a centerpiece to the budget discussion further delineates the financial operation of charter 
schools. This fundamental difference has direct implications for teachers as their school is 
motivated by profit and philanthropic donations rather than answering to a school committee of 
some kind.  
Significance of the Study 
The issue of equity with charter schools has been primarily researched through the lens of 
student outcomes (Matsudaira & Patterson, 2017); this study will examine the ways in which 
charter schools deviate from standard labor practices and the effects those practices have on 
teachers. These effects may include attitudes, beliefs, compensation, attrition, and job 
 6 
satisfaction. Several studies have looked into issues, such as the difference between attrition and 
retention rates in public and charter settings (Guthery & Bailes, 2019). However, few have 
looked at how differences in labor variables drive this difference, and even fewer have attempted 
to understand the relationship between school types (Roch & Sai 2017). This study will attempt 
to determine whether being in a charter school or public school has a predictive value of a 
teacher's job satisfaction and other senses of value and belonging. 
Purpose of the Study 
 The purpose of this study is to compare and contrast labor practices at charter and public 
schools in order to understand the impact of those disparities on teacher attitudes and beliefs 
about teaching. Using a mixed-methods approach, this study will analyze differing labor 
practices at charter and public schools in West Contra Costa County. Using the list of elements 
that differ between charter and public schools, the researchers will then investigate what impact, 
if any, do these factors impact the attitudes and beliefs of teachers. An explanatory research 
design will be utilized within a mixed-methods approach in order to study the research questions. 
The literature review will place this study in context and will provide a foundation for our study. 
This study compares and contrasts the impact of disparities between charter and public schools, 
specifically labor practices. West Contra Costa County is of particular note due to the recent 
proliferation of charter schools in this region's urban areas (Booth, 2019).  
Research Questions 
Using a post-positivist paradigm, this research will investigate the answers to the following 
questions: 
1. How do labor practices differ in charter and public schools located in West Contra Costa 
County, CA? 
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1. How do differences in labor practices between public and charter schools affect teacher 
attitudes and beliefs?   
Research Design and Methodology 
To answer and investigate the research questions, this study will employ an explanatory 
research design that will be used within a mixed-methods framework. Quantitative data will be 
collected through survey data collected from the Job Satisfaction Scale (Spector, 1985). The 
researchers will specifically look at 6-point Likert scales to develop data on teachers such as: (a) 
contractual hours, (b) performed hours, (c) job satisfaction, and (d) feeling of belonging at 
school. In the second stage of the study, the researchers will collect qualitative data from teacher 
interviews. Interviews will be deductively coded for evidence of differences in labor practices 
and the effects of those differences.  
Once all the data has been collected and quantified, bivariate data analysis will be 
performed using the charter and public groups as variables.  The data set will be categorically 
separated into a traditional public-school group and a charter schoolteachers’ group. The data 
will be analyzed to see if any difference is correlated to the teacher group. Also, the survey data 
will look at, any statistically significant difference between charter and public-school teachers. 
Finally, interviews will be conducted with selected survey participants to analyze the qualitative 
effects of labor differences on teachers. 
Limitations  
A significant limitation in the research is that we are limited to a sample size of West 
Contra Costa County (WCCC) schools that may not accurately represent the country's 
educational landscape.  WCCC is uniquely situated with immense socioeconomic and racial 
diversity within the same district, but this is not representative of every urban center. Self-
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reported data via the teacher questionnaire is potentially limited as the user-reported data can be 
susceptible to bias. Teachers have limited time for outside surveys, and they may feel rushed to 
answer the Likert scales and the interviews.   
Delimitations  
The researchers have decided to sample exclusively from WCCC teachers for data 
collection and will attempt to recruit as many subjects as possible to make the sample nationally 
representative. The study will collect data from teachers from various backgrounds such as race, 
gender, sexual orientation, language, subject matter, grade level, years of experience. The 
surveys and interviews will be anonymized and accommodate any needs of the teacher. Content 
validity will be obtained using a standardized job satisfaction survey (Spector, 1985) with a 
known reliability and validity level.  
Definition of Terms: 
● Charter School: Charter schools generally have these defining factors to abide by 1) they 
must be tuition-free, 2) they must be public-funded and publicly accountable, 3) 
enrollment is by school-choice rather than location-based enrollment, 4) the organization 
that has the charter to manage the school will operate it privately (Olneck-Brown, 2019). 
● Teacher Retention: The term teacher retention refers to the percentage of teachers who do 
not resign or retire per year. The inverse of teacher retention rates is teacher turnover 
rates (Renzulli et al., 2011). 
● Teacher Attrition: Attrition refers to the number or rate of teachers who leave the 
education profession altogether (Renzulli et al., 2011). 
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● Labor Practices: Labor practices will be defined as the collection of practices that affect 
the employee, such as working conditions, safety, hiring, wages, hours, termination, 
reassignment, disciplinary actions as well as human resources. (Bruhn et al., 2020) 
● Credential:  Teacher credentialing is a broad term referring to the qualifications a person 
must possess to be a teacher or remain a teacher. This may include degrees, certifications, 
passage of tests, and portfolios (Bruhn et al., 2020) 
● Compensation: Compensation refers to the total dollar amount of benefits and salary 
educators receive from their employers. 
● Job Satisfaction: A measure of an employee's "degree to which one is important needs for 
health, security, nourishment, affiliation, esteem...is fulfilled on the job or as a result of 
the job" (Munir & Katoon, 2015).  
● Traditional Public School: Traditional public schools are publicly funded, free to attend 
schools that enroll students based on their locations/proximity to the school district. They 
are managed by a school district that may encompass many schools of varying sizes and 
levels. (Miron, 2017) 
Summary 
 Since the emergence of charter schools, their impact on those involved in the education 
system has raised questions and inquiry. Some of the most critical agents in that system are 
teachers. This study aims to compare and contrast labor practices at charter and public schools in 
Contra Costa County, CA, to understand how the similarities and differences in labor practices 
affect teacher attitudes and beliefs about teaching. This study is significant because as the 
prominence of charter schools rises, teachers' impact needs to be analyzed. Teachers are some of 
the most critical education system members that can be negatively or positively affected by 
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disparities in labor practices at charter and public schools. The following chapters will review the 
literature, describe the study's design, explain the findings, and provide recommendations based 
on the research findings. Charter schools are becoming increasingly more prominent in the U.S. 
It is critical to study charter schools' impact on teachers to develop our education system to work 
as effectively as possible.  The literature review demonstrates that while many studies have 
looked at differences between charter schools and traditional public schools, few studies have 






Charter schools and public schools are two different systems working towards similar 
goals of serving students and teachers. Although both systems are working towards similar goals, 
their methods and practices vary. From differences in funding, government regulations, teacher 
certifications, and more, there is still room for inquiry on the impact of charter schools on 
various elements of the United States education system. Specifically, the researchers want to 
study how the differences in labor practices at charter and public schools could impact teachers. 
Teachers are critical elements of the success of charter and traditional public schools (TPS). 
Understanding how teachers are impacted by working at these two different schools could 
illuminate how schools can best support their teachers. This could improve teacher retention and 
keep strong teachers in the classroom. This study will compare and contrast labor practices at 
both charter and public schools in West Contra Costa County, California, to understand how the 
similarities and differences in labor practices affect teacher attitudes and beliefs about teaching.  
The conceptual framework in this research will take a post-positivist approach and will 
use theories that demonstrate causal relationships (Creswell, 2014). This literature review will 
present theories that fall into two categories. One group of theories will demonstrate the causal 
relationship between labor practices and retention rates for teachers. The other group of theories 
will demonstrate that school type has a causal relationship to teacher retention.  
Review of the Literature 
Although there are many theories about differences between charter schools and 
traditional public schools, this review will focus on four themes most applicable to labor 
practices at charter and traditional public schools. This literature review will discuss labor and 
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organizational differences between traditional public schools and charter schools, job satisfaction 
at traditional public schools and charter schools, traditional public schools and charter school’s 
teacher turnover, and gaps in research/avenues for future exploration.  
Labor and Organizational Differences   
A fundamental difference between the organizational structure of charter schools is the 
lack of collective bargaining. Matsudaira and Patterson (2017) explain that while unionized 
charter schools exist, they are far less common as TPS unions. Charter schools are uniquely 
positioned outside labor regulations for schools to be exempt from collective bargaining 
mandates, but they are not prevented from bargaining (Olneck-Brown, 2019). A common 
argument against educational unionization is that the union 'protects' ineffective educators from 
accountability, and this protection causes a decrease in student outcomes.  
The reality is that TPS's tenure system leads to better teacher retention for the most 
effective teachers while pushing ineffective educators out of the profession. Han (2020) explains 
how this creates a quality filter where the heightened scrutiny of the probationary period (two 
years) for new educators allows districts to determine teachers' long-term success. Having an 
initial two-year review of a teacher allows districts to give tenure to the effective young teachers 
while having no obligation to continue the contracts of those proving ineffective. Tenure also 
provides teachers with a wide range of protections that are not afforded to them by contemporary 
antidiscrimination litigation (Kahlenberg, 2016). This organizational difference has a stark effect 
on teacher outcomes where the rate of teacher dismissal increases 6-9% and is associated with a 
2-3% increase in teacher retention. For student outcomes, a 1-2% decrease in high school 
dropout rates and a 3-5% increase in their teachers' quality (Han, 2020). This study analyzed 
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nearly a decade of data and various sources to determine a relationship between unionization and 
several outcomes.  
 Han's empirical evidence was mainly based on TPS, and it would be remiss to not 
analyze the effects of unionization within the charter context. Matsudaira and Patterson (2017) 
analyzed California charter schools over the same period as Han (2020). Matsudaira and 
Patterson (2017) used standardized test data before and after charter schools unionized; they 
developed a natural experiment for unionization effects on student outcomes at charter schools. 
Math scores increased by .17 standard deviations in charter schools after unionization, and this 
increase was statistically significant at the p < .05 level. This suggests that the current framework 
surrounding labor agility benefits within charter schools may be more nuanced and complex than 
it would present (Matsudaira and Patterson, 2017). 
Developing working conditions that support and sustain teachers' longevity in the 
profession will help develop a retention framework. Using adaptive conjoint analysis, Viano et 
al. (2020) determined that there are specific working conditions that are salient in teacher's 
employment decisions: "processes include consistent enforcement of discipline, consistent 
administrative support, school safety, small class sizes, and availability of high-quality PD" 
(Viano et al., 2020, p. 25). They specifically focused on malleable systems that schools can 
change and offer rather than structural factors that have less hope for change. 
This study will strive to expand on the literature describing the labor practices of charter 
and public schools. While the current literature has a solidified grasp of the broader thematic 
differences between school types, few have analyzed the minute differences and how those 
differences affect focal labor attributes such as attrition, retention, and job satisfaction.  
Job Satisfaction  
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The body of work on job satisfaction and education centers on well-established 
instruments to measure the totality of job satisfaction (Munir, 2015). Spector’s Job Satisfaction 
Scale (JSS) is an industry standard for the measurement of job satisfaction and the JSS or a 
subsequent version influenced most studies in this area of educational research (1985).  
Renzulli et al. (2011) uniquely studied teacher satisfaction regarding racial composition 
and organization, charter school, and TPS. The researchers theorized that race and school types 
would independently impact teacher satisfaction, but there could also be an intersectional effect. 
Renzulli et al. research methods were survey-based and utilized the 1999-2000 Schools and 
Staffing Survey (SASS) and the Teacher Follow-up Survey (TFS). Their dependent variable was 
a scale of satisfaction, and their independent variable was primarily their racial mismatch 
variable. Renzulli et al. conclude that as a result of more autonomy, teachers in charter schools 
were more satisfied than teachers in traditional public schools, and autonomy can offset the 
negative effect of racial mismatch on satisfaction.  
Renzulli et al. provide necessary research on racial composition and school organization. 
This research is essential for our study because it alludes to the impact of school organization 
type on teacher satisfaction. Although Renzulli et al.'s research focuses on race, school type, and 
organization, the study is vital to consider because they found that school type is correlated with 
teacher satisfaction. This theory provides the current study a hypothesis based on labor practices 
and school type.  
Moreover, Roch and Sai (2017) utilized survey data to conclude that teachers at charter 
schools are less satisfied when compared to teachers in TPS. Roch and Sai utilize survey data 
from the 2007-2008 SASS. The SASS is a "large-scale sample survey of K-12 school districts, 
schools, teachers, libraries, and administrators in the United States." Their dependent variable 
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was a scale of satisfaction. Their independent variables were the descriptions of working 
conditions in schools. Roch and Sai found that compared to teachers in TPS, teachers in charter 
schools appear less satisfied with their jobs. Their data analysis demonstrates that salary and 
union membership appeared to be critical working conditions that lead to lower levels of 
satisfaction in teachers at charter schools. However, they also found that administrative support 
had the most considerable effect on teachers' satisfaction levels. In traditional public schools, 
Roch and Sai find that the impact of working conditions can vary and do not equally influence 
teacher satisfaction (p. 983).  
Roch and Sai's research provides insight on job satisfaction at charter and traditional 
public schools. Insights on job satisfaction and working conditions illuminate this research topic 
and open up several new research avenues. For example, one of Roch and Sai's study's 
limitations is that their conclusions were generalized due to gaps in the charter school data set. 
Expressly, the sample size was limited with concern to Education Management Organizations 
(EMO) and Charter Managed Organizations (CMO). Roch and Sai also state,  
"Any of these relationships should be viewed as associative rather than causal. When we  
examine the effects of more concrete characteristics, such as differences in income across  
teachers, we are more likely to make the assumption that they cause varying levels of  
satisfaction (p. 984)”. 
Our study aims to determine a causal relationship within our sample size and include more 
specific variables. The trend of working conditions having a significant relationship with teacher 
job satisfaction is not uniquely an American trend as Toropova et al. (2019) demonstrated similar 
results in Sweden. Using a regularly occurring survey of teachers, they were able to determine 
that the factor contribution to positive work environments were how much work the teacher had, 
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and the amount of collaboration they had with their school staff. This will be paramount to 
consider in terms of satisfaction and also teacher retention. 
Teacher Turnover: Attrition and Retention 
A major concern adjacent to total job satisfaction is the rate at which teachers leave or 
stay in the profession. Borman and Dowling’s (2017) meta-analysis of attrition and retention data 
demonstrated that likelihood to leave the profession was influenced heavily by working 
conditions. They define attrition as leaving the profession and retention as remaining in 
education as a credentialed teacher or administrator. Bringing this theory to school types has 
ramification for the working theory of factors that relate to job satisfaction and retention.  
Texas has seen a meteoric rise in charter school funding and the proliferation of 
alternative teaching licensure programs (Guthery & Bailes, 2019). Guthery and Bailes found that 
after looking at over 175,000 teacher's careers from 2000-2015, even when controlling for 
credentialing status, the probability of teacher retention after five years is well below the 
retention rate for public school teachers (2019). Among traditional licenses, the probability of 
retention for public school teachers was 67.5% compared to the charter school retention rate of 
55.9%. For alternative credentialing, the retention gap was 60.6% and 48.4% for public and 
charter schools, respectively. This study concludes that the "strongest predictors of new teacher 
persistence are traditional certification and initial placement in a traditional public-school 
setting" (p. 17).  
Similarly, Gulosino and Rorrer (2019) examined the variations between Utah charter 
schools and TPS, finding significant differences between teachers' grade level and mobility out 
of the teaching profession. Gulosino and Rorrer found that charter school teachers in secondary 
schools had higher turnover rates than TPS teachers, but turnover rates were lower for charter 
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school teachers than TPS teachers. This study is essential for researchers because it highlights a 
correlation between school type and teacher retention. This correlation between school type and 
teacher retention continues to be a trend in the literature analyzed for this study; however, there 
are discrepancies because various studies differ on which school type has the higher attrition and 
retention rates.  
Nguyen et al. (2019) conduct a comprehensive meta-analysis to study teacher attribution 
and retention, and one of their findings concludes that teachers' turnover rate in a charter school 
is higher than teachers in traditional public schools. Nguyen et al. conducts a meta-analysis 
where they took thousands of studies and used code to consolidate the findings of those studies. 
The results from the meta-analysis that are relevant include the conclusions that the turnover 
rates for charter school teachers are higher than teachers in TPS and teachers are less likely to 
leave schools with stable working conditions. After finding that various school organization 
characteristics are directly correlated to lowering teacher attrition, the researchers came to these 
conclusions. Precisely, Nguyen et al. name improving the school's work environment and having 
prominent support from the school's administration as direct factors that can reduce teacher 
attrition (2019).  
The findings and theories in Nguyen et al. (2019) provide insight for our working theory 
on teacher attrition and retention in our study. This study informs the researchers that school type 
can have a causal relationship to teacher attrition and retention. Moreover, this study also 
highlights the correlation between school organization characteristics and lower teacher attrition. 
Nguyen et al. (2019) demonstrate the connection between school organization practices and the 
impact on teacher attrition and retention. These findings from Nguyen et al. have contributed to 
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building the conceptual framework for this study and building on this study's theory that school 
type has a relationship to teacher retention and satisfaction.  
Organizational Turnover and Job Satisfaction. 
When considering the effects of the different labor practices between TPS and charter 
schools, an intersectional lens of analysis will be an effective method towards delineating the 
data. An analysis of New York City teachers of color found that charter schools with weak labor 
protections and who rely on inexperienced teachers have higher turnover rates for teachers of 
color (White, 2018). The charter schools with the lowest turnover rate were unionized and hired 
teachers from the community rather than hiring from alternative programs which source teachers 
nationally. White contends that one school's dependency on the first year alternatively 
credentialed teachers create a disincentive for improving working conditions for teachers of 
color. The same study found that charter school's focus on test scores, private donors, and 
rigidity was a causing factor for black teacher attrition in the sector (White, 2018). White 
suggests that community-based schooling and staffing may be a potential protective factor for 
teachers of color in charter environments.  
 White's (2018) study is relevant to this research because it finds a correlation between 
working conditions and teacher turnover. This study is inquiring about whether working 
conditions and labor practices impact teacher turnover. White's study concludes that certain 
conditions impact teacher turnover regardless of school type. This study aims to expound on 
these findings and find if these working conditions and labor practices that impact teacher 
turnover are found most often at charter and TPS. Farinde-Wu and Fitchett studied a large data 
set of job satisfaction information for Black teachers (2016). Through data analysis, they were 
able to conclude that Black female teachers are most satisfied with their jobs in public urban 
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districts. These findings compound White’s conclusion about the effect of charter schools on 
Black teacher retention (2018). Although White and Farinde-Wu and Fitchett both solely focus 
on race in regard to job satisfaction, their findings will be directly related to the analysis of job 
satisfaction by school type. 
 Moreover, Stuit and Smith (2010) explain key findings of teacher turnover in charter 
schools. The study in this source used data from two surveys, National Center for Education 
Statistics (NCES) Schools and Staffing Survey (SASS) and the Teacher Follow up Survey (TFS), 
in order to compare teacher turnover at TPS and charter schools. Specifically, they looked at 
school organization as one of the primary explanations for the differences in turnover. This study 
found that teachers at traditional public schools have significantly lower turnover rates than 
charter school teachers. Teachers at charter schools were 76% more likely to move to another 
school and 130% more likely to leave the teaching profession than teachers at TPS (Stuit and 
Smith, 2010). Furthermore, Stuit and Smith describe dissatisfaction with charter schools' 
working conditions as a critical indicator for voluntary teacher mobility. For example, 47% of 
charter school teachers that changed to another school reported dissatisfaction with workplace 
conditions or lack administrative support as the reason for leaving the charter school. This is in 
conflict with Cowen and Winter’s findings that the determinant of charter teacher attrition is 
more likely to be related to teacher effectiveness rather than working conditions (2013). They 
studied student test scores from 2002-2008 and related it to the respective teacher’s test scores. 
By studying cohorts of teachers and scores, they were able to generalize the trend that effective 
teachers seem to persist and remain in the profession while the less effective teachers left at 
higher rates. Stuit and Smith’s trend (2010) and Cowen and Winter’s findings (2013) will need to 
be considered as the theory of what drives retention develops.  
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 The findings in Stuit and Smith (2010) are significant to this study because the study 
highlights the correlation between dissatisfaction with workplace conditions and higher levels of 
turnover. These findings help build the working theories for this research. Specifically, this study 
emphasizes the correlation between workplace conditions and teacher turnover. This study aims 
to expand on this finding and connect workplace conditions and practices to school types to 
explain teacher turnover. Like Stuit and Smith (2010), the researchers for this study point 
towards charter school and TPS organizational practices and workplace conditions as directly 
correlated to teacher turnover and satisfaction.  
 Further, the study conducted by Beabout and Gil (2015) highlights labor practices and 
organizational issues at charter schools as decisive motivators for teachers unionizing. Beabout 
and Gil use various forms of data collection for their study. This case study used teacher and 
school administrator interviews analyzed for recurring themes and were then compared to 
information in documents about the unionization efforts. The study found two of the main 
reasons teachers were organizing at this charter school in New Orleans due to inequality in pay 
and confusion around staff retention policies. The leading cause of unionization was the 
inequality of pay. The charter school got to select how much their paid teachers and often 
individually negotiated salaries. 
Furthermore, staff was unclear on their job security and retention. The charter school was 
not clear on policies and often fired teachers abruptly. During debates for unionizing, teachers 
requested pay increases, improved health care benefits, and pay equity. This study highlights the 
organizational issues at charter schools that are leaving teachers there dissatisfied.  
 The study above is related to this research because it highlights the variations of labor 
practices and working conditions at charter schools that directly impact teacher satisfaction in the 
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short term and teacher turnover and attrition in the long term. The inequity of pay and unclear 
policies are common issues at charter schools that lead to dissatisfaction and possibly turnover 
(Stuit and Smith, 2010). This study's findings add to our working theory that charter schools 
have organizational issues and labor practices that lead to teacher turnover and dissatisfaction. 
Unlike TPS, charter schools do not rely on the school district to mandate and be transparent 
about workplace conditions and labor practices. This can lead to teachers at charter schools 
moving to TPS or leaving the profession altogether. This study is responding to the call by 
Beabout and Gil (2015) to do further research on charter school organization and labor practices 
for teachers at charter schools.  
Summary 
This study will compare and contrast labor practices at both charter and public schools in 
West Contra Costa County, California, to understand how the similarities and differences in 
labor practices affect teacher attitudes and beliefs about teaching. The theories discussed in this 
literature review built the conceptual framework for this research. This literature review analyzed 
theories in four categories: labor and organizational differences between traditional public 
schools and charter schools, job satisfaction at traditional public schools and charter schools, 
traditional public schools and charter school’s teacher turnover, and gaps in research/avenues for 
future exploration. Moreover, this literature review also presented theories that were organized 
into two categories for the conceptual framework. One group of theories demonstrates the causal 
relationship between labor practices and retention rates for teachers. The other group of theories 
demonstrates that school type has a causal relationship to teacher retention. The casual 
relationship examined in these theories supports this research taking a post-positivist approach to 
research a causal relationship between labor practices at TPS and charter schools and teacher 
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attitudes and beliefs. Given the research studied in this literature review, the following chapter 
discusses the methods for this research. This research will use a mixed-methods approach to 
research a causal relationship between labor practices at TPS and charter schools and teacher 






Design of the Study 
This study wants to investigate how labor practices differ in charter and public schools 
located in West Contra Costa County, CA. The researchers will explore how differences in labor 
practices between public and charter schools affect teacher attrition and retention. In chapter two, 
contemporary research has demonstrated apparent differences in charter schools and public 
schools nationally. The literature review also demonstrates evidence of a relationship between 
school type and job satisfaction. This study will contribute to this body of literature and pursue 
an understanding of any relationship between the variables in West Contra Costa County. Data 
will be collected on collective bargaining and working conditions to align this study with 
previous work on this topic. 
This study's methodological framework is an explanatory sequential approach (Creswell 
2014) that will seek to survey teachers in the county about variables such as job satisfaction, 
compensation, credential status, contractual hours, performed hours, and frequency of 
professional development. After using standard metrics such as Spector's Job satisfaction 
questionnaire (1985) and six-point Likert-scales for survey items, the research will analyze the 
preliminary data. Once completed, the researchers will use an interview protocol to query 
teachers on their school's labor practices, beliefs and attitudes towards school type, and their 




All schools in the survey data set are charter or traditional public schools located in West 
Contra Costa County (WCCC). For public schools, they all belong to West Contra Costa Unified 
School District (WCCUSD), and for charter schools, we limited the sample to schools that 
compete for students in WCCUSD. West Contra Costa County is diverse in student backgrounds 
and socioeconomic status, and this diversity is reflected in student enrollment in both school 
types. This county was selected for study due to two factors. The researchers have proximity to 
this region which facilitates access to data collection. The second factor is the rising number of 
charter schools in this county and ongoing district and county conflicts with charter schools. This 
presents a unique opportunity to gain contemporary insights into policy and practice as they 
unfold in WCCC.  
Participants 
The study will be conducted with teachers who teach in WCC. The only teacher group 
excluded are teachers who work at private or independent schools as the study did not focus on 
this school type. Particular focus will be given to any teacher who worked at both charter and 
public schools as they would be ideal participants for the interview portion of the study. The 
initial survey will be sent on social media, professional teaching networks, and directly to charter 
and public schools in WCC. Within this survey, we asked participants at the end of the survey to 
participate in the study's interview section. They provided their email in the survey to verify 






The data collection process will start with an initial survey. This survey includes several 
metrics, including the job satisfaction questionnaire (Spector, 1985) and self-reported data on 
teacher's working conditions, attitudes, and beliefs. Teachers answered demographic questions at 
the end of the survey to avoid activating stereotype threat or biases about school type (refer to 
Appendix A). This addresses the first research question about fundamental differences between 
school types in WCC. Further survey questions concerning teachers' salaries, hours, and 
future/past decisions to leave a school site were included to provide insights into the second 
research question. Coupling self-reported teacher data with publicly available data sets about 
attrition and retention for each school surveyed will create a data set that hopes to answer the 
second research question. All research questions regarding attitudes and beliefs were six-point 
Likert scales. The five options were: 1 (Disagree Very Much), 2 (Disagree Moderately), 3 
(Disagree Slightly), 4 (Agree Slightly), 5 (Agree Moderately), 6 (Agree Very Much). The 
researchers were able to synthesize attitudes and beliefs per school type based on this data. Data 
about the number of hours worked was surveyed using a sliding scale that allowed participants to 
estimate their hours numerically.  
After data analysis, the themes from the data set will inform the development of the 
interview questions. Using teachers who selected that they were open to being interviewed, the 
researchers will use a standardized open interview protocol based on the survey data trends. The 
interviews will be included to address the second research question about how working 
conditions relate to job satisfaction and attrition. Interviews will be transcribed and deductively 
coded for themes concerning the two questions of interest. The following themes are expected to 
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emerge working conditions, labor practices, collective bargaining, hours worked, attitudes about 
work/teaching, likelihood to leave the profession, past experiences at other schools.  
Data Analysis  
Quantitative Analysis. Once the survey data is collected and compiled, the data set will 
be separated by Group 0 (Traditional Public School Teachers) and Group 1 (Charter School 
Teachers). A possible threat to internal validity would be selection bias due to existing groups of 
charter and public school teachers. This threat will be mitigated by randomization and large 
sample size in both groups. Another possible threat is an interaction threat because of the 
politically charged nature of charter schools; however, this threat will be minimized by asking 
survey respondents only questions about their school environment. Furthermore, to minimize the 
testing threat, the survey does not ask respondents about their school type until the end of the 
survey to prevent the priming of the emotional charge between charter and public school 
teachers. Content validity will be obtained by a multifaceted survey informed by existing 
literature to cover the multidimensional nature of differing beliefs, attitudes, and practices of 
teachers in public and charter schools. 
The internal reliability of the survey data will be measured via Cronbach's alpha.  A 
correlational analysis will be performed to see what differences, if any, are statistically 
significant. The correlation analysis will demonstrate which variables are driving job satisfaction 
and provide a springboard for interview question development. 
Qualitative Analysis. Interviews will be coded through thematic analysis, and 
researchers will discuss how themes in interviews relate to quantitative findings. 
There exists a potential for self-selection threat as teachers have to choose to participate in the 
study. This threat can be mitigated by having the survey widely available and distributed at many 
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different school sites. Location threat is also a potential concern as we focus on a limited part of 
a Californian county. However, the researchers argue that the region's diversity 
(socioeconomically, immigration status, ethnicity, race) is representative of urban environments 
in the United States.  
Limitations 
There is minimal risk to the participant, and the maximum burden is 45 minutes if they 
complete the survey and the interview. All interviews will be conducted through Zoom to 
mitigate any potential in-person risk of the ongoing COVID-19 pandemic.  
Summary 
This study will focus on comparing and contrasting labor practices at both charter and 
public schools in West Contra Costa County, California (CA), to understand how the similarities 
and differences in labor practices affect teacher attitudes and beliefs about teaching. After 
reviewing existing literature, the researchers have determined that contemporary research has 
demonstrated apparent differences in charter schools and public schools nationally, and there is 
evidence of a relationship between school type and job satisfaction. This research strives to 
contribute to the body of literature that examines causal relationships between different variables 
in WCCC. This research will be a mixed-methods approach that will survey teachers in the 
county about variables such as job satisfaction, compensation, credential status, contractual 
hours, performed hours, frequency of professional development. After using standard metrics 
such as Spector's Job satisfaction questionnaire (1985) and six-point Likert-scales for survey 
items, the research will transition to the preliminary data analysis. Once completed, the 
researchers will use an interview protocol to query teachers on their school's labor practices, 
beliefs and attitudes towards school type, and their personal decisions to stay in education. 
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